
Diversity in California Public Higher Education

The business community recognizes the benefits of diversity .
According to the research of law Professor Steve Ramirez of
Washburn University, "Diverse workgroups have been shown to be
more innovative and creative than culturally homogenous
workgroups."16 Businesses are learning that well-managed,
culturally diverse work teams enhance the economic performance
of their organizations.

Achieving an inclusive work force in California has proven to be a
particularly difficult challenge, however. According to CPEC,17
diversity among public higher-education faculty , with few
exceptions, has expanded only slightly or remained unchanged in
the past decade. Between 1990 and 1999, Asian-Americans and
women have made the most significant gains in expanding faculty
diversity .Latino faculty hires have increased nominally and the
percentage of African-American faculty has remained steady for the
past decade. The state also struggles to promote a teacher work
force that is reflective of population trends in the state. Both
higher education and K-12 faculty composition trends run counter
to population realities in California. {See Figure 10.)

While it is true that colleges and universities across the country
are trying to diversify their faculties, this has been one of the most
difficult challenges to overcome.

College and university officials responsible for faculty hiring
explain that these trends reflect a shortage of diverse faculty in the
marketplace that often result in "bidding wars" to hire faculty from
underrepresented backgrounds. Even community colleges make
the limited pipeline argument, although the minimum qualification
to become a community college professor is a master's degree in
the subject to be taught.

Most policy decisions about hiring faculty are made at the
departmental level. It is individual department head and senior
faculty who decide how to structure the hiring process to fill
faculty vacancies in their disciplines. They make decisions about
issues, such as designing the recruitment plan, determining what
constitutes "quality ," and what intellectual endeavors are most
worthy of consideration.

16 Steven A. Ramirez, "Diversity and the Boardroom," Stanford Journal of Law,

Business and Finance, 2000.
17 Higher Education Perfonnance Indicators, 2000.
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Recent research suggests the challenge of hiring diverse faculty
may be more than just a shortage issue. The real challenge is
taking a hard look at the faculty search and selection process.

Challenging Assumptions, Removing Barriers

A recent national research study looked at the competing theories
about faculty diversity --whether it is a shortage issue or a
question of how the search and selection process is designed. It
determined that the "bidding war" phenomenon was vastly
overstated. Rather, it found the hiring selection process to be quite
subjective with vague criteria often favoring candidates with the
right "academic pedigree" or kinship networks, as opposed to
academic qualifications. 18

Experts who have studied issues associated with diversifying
faculties recommend strategies that remove attitudinal and
structural barriers. 19 These strategies include steps such as:

0 Urging top university administrators to reclaim their role in
approving the final decision about new faculty hires. It is
commonplace for top university officials to authorize a
department to make the final decision about which faculty
member is hired.

Making it clear from the top down that the institution is
committed to attracting and hiring a diverse faculty .This
commitment becomes a core value that filters down to every
department and is a consideration when implementing
decisions.

Q

a Urging an examination of the department hiring process,
including a review of the composition of the selection
committees, to determine whether job descriptions indicate a
commitment to diversity , and whether there are appropriate
campus intervention strategies to assist in faculty
recruitment and selection.

Experts believe that the campuses that have experienced the
greatest success in diversifying their faculty have implemented at
least two of the above three strategies.

18 Daryl Smith, et. al., "Interrupting the Usual: Successful Strategies for Hiring
Diverse Faculty ," 2002.
19 Ibid.
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Support of Scholarly Research on Diversity

The development of new curriculum and research on diversity is a
powerful tool for engaging more faculty in the scholarship of
inclusion. Such a commitment can drive more activity centered on
recognizing the intellectual and academic dimensions of diversity
in university settings. This work also can help identify and address
significant public-policy issues in the state that are directly tied to
population trends. A commitment to the development of this
scholarship could have long-term impacts on shaping the way
diversity is embraced throughout an institution.

There are numerous university centers across the state doing
excellent work in addressing issues of diversity. Much of this work,
however, is relatively new with respect to examining issues in a
post-Proposition 209 climate, when diversity is not a set goal but a
desired result.

Moreover, most of these centers are financed outside of the
permanent research funding framework. As a result, they depend
on outside grant funding and whatever support they can garner
from the campus.

Outside of the academic world, the practical work of these centers
is not well-known. Organizations with an interest in understanding
and framing issues of diversity have a difficult time identifying the
intellectual and academic resources available on this topic.

As the largest and most diverse state in the country , California has
the opportunity to lead the nation in determining ways to tap its
human capital to yield long-term socioeconomic benefits for the
state. Nowhere can California better maximize the public benefits
and opportunities of diversity than on its college and university
campuses. This is where the next generation of leaders is being
prepared to take on the challenges of an increasingly complex and
diverse society, both at home and globally.

This work is both strategic and wise in guiding California into a
new century.

Recommendations

1. Urge the executive leadership at California colleges and
universities to create campus environments that value diversity
as a key element of the learning experience for all students and
for the civic, social and economic vitality of our society as a
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whole. This commitment can be defined within a college or
university mission statement as a mechanism to create a new
"ethos" whereby diversity is a source of pride for the institution.

2 Establish a pennanently funded Institute on Diversity and
Inclusiveness. Although the Institute would have formal
affiliations with the campus research centers that delve into
related issues, its mission would encompass a broader
framework of the socioeconomic ramifications of inclusiveness.

3. Direct CPEC to study university and college faculty
demographics, supply-and-demand issues, and faculty
retirement patterns for the next decade. These issues would be
examined within the framework of projected enrollment growth
to project future faculty-hiring needs.

4 Urge the leadership within each public segment of higher
education to make a clear commitment to faculty diversity and
to identify recruitment and intervention strategies that target
"new opportunities to hire" to achieve this goal.

5. Recommend a study of the faculty-hiring process from the point
of view of institutional practices. The study should establish a
sample group from UC, CSU and the community colleges to
examine these practices. Specifically, the study should look at
the search process, including a review of such factors as:

Whether the value of intellectual diversity is included in the

job description,
[J

The composition of the search committees, ,andQ

Whether the institutions utilize any intervention strategies to
increase applicant diversity .

Q

6 Create faculty incentive programs to diversify research interests
that are beneficial to addressing important public policy and
socioeconomic interests of the state.
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